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Abstract
There is no doubt that the way in which entities operate and engage with each other, locally, nationally and internationally,
will be profoundly influenced by the factors that are rapidly gaining attention: economic collapse of nation states; political
collaboration on structural reform to address climate change; the integration of social media into every aspect of our 
communication; the development of fast moving communities of interest; and the changing role of government in 
partnership with third parties to deliver services.
These are just some of the forces creating a new paradigm for HRM. The potential for major transformation within 
organizations and the intersection with community, customer and supply chain relationships offer a huge opportunity for 
HR to reinvent itself as a major source of inspiration and innovation in leadership and management. Our paper describes
steps that every HR leader needs to take to adapt to the changing environments: redefine the boundaries of our role; be the
owners and drivers of the brand that reflects a commitment to service towards staff, customers, suppliers and the
community; be recognized professionally; take ownership of the competencies required to work successfully at a strategic 
level; be the thought leaders on internal and external factors impacting on how our organizations operate. We need to use
our knowledge and networking to highlight global trends and maintain a high level of vigilance on workforce issues; build 
internal trust that allows us to challenge the role of the HR function has dramatically changed in just a few short years.
Where will HR be as a profession in another three years?
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1. Introduction 
In many speeches and in different practices, it is stated the growing importance that is today given to the 
human resources management and that is due to experience, thematic reflexions, methodological contributions 
and creating tools meant to help in making decisions. All these elements represent convergent factors that lead 
to awareness and challenge human resources management in the company. 
Recruiting and selecting human resources are activities that are the centre of attention of managers because 
of the competition and the global economic and financial crisis. Every enterprise wants to attract the most 
competent human resources but the competition existing on the labor market orders the human resources flow 
according to the social image and the efforts that the enterprise makes in fields such as payroll, professional 
training, work conditions, social climate. 
The success of human resources management process will be complete for those organizations that will 
appreciate and involve their employees in the development strategies. The organizations have to manage their 
human resources in agreement with their own development directions and, according to Hendry and Pettigrew, 
1986, they need to encompass the meaning of planning and coherent approach of designing and human 
resources management, to harmonize the political activities of the HRM with the economic strategy of the 
enterprise in order to gain a competitive advantage by using human resources as strategic resources. 
Information and communication are both activities and means used by the employees of the enterprise to 
know the general and group objectives. The complex situation and the chaos that exist within an enterprise can 
be overcome through the flexibility and the power of the organization. These characteristics of the organizations 
impose the permanent adjustment of the human resources management and the continuous modeling of the 
internal transition through strategic plans of the professional career. The pressure of the external factors on the 
organizations is transmitted to the employees that see it as a crisis situation. This problem can be solved either 
through promotion and changing the professional orientation, or through firing. 
The fear of a personal failure reflects in every action of the employees through: 
 reduced quality of products and services; 
 absenteeism; 
 unexpected leave; 
 lack of interest as far as making strategic decisions for the enterprise is concerned; 
 interpersonal conflicts. 
The employees have to find within themselves the resources necessary to cope successfully with changes 
that interfere in the organizations. Identifying the strategic objectives can lead to elaborating the individual 
action plans that are meant for increasing the adaptation ability of the employees to the fast changes that take 
place within the enterprise.  
2. Innovative cooperation between organizations and other stakeholders 
Due to the uncertain business environment, organizations should avoid the extra interruptions and 
professional training necessary to offset a possible growing fluctuation of human resources. Motivating the 
employees is still an issue for the specialists and for the managers/owners from the enterprises. Motivating the 
employees represents an important line, especially in the current global competition. Because advanced 
technology is no longer a sustainable competitive advantage, it is high time that factors such as productivity and 
the trend for 2005-2009 is increasing, the only deviation is predicted for large enterprises (50-249 employees) 
for which, in 2010 and 2011, it is expected to reduce their number, and then in 2012 to consider a slight 
increase. Analyzing data we can conclude that human resources influence the flexibility of the enterprise and 
thus the biggest numbers of enterprises are microenterprises (0-9 employees).  
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Interpersonal conflicts will be avoided if there is creativity in the process of search for solutions to difficult 
problems facing the enterprise. Thes
and innovation is also revealed by the statistical analysis made by the Innovation Community in the European 
Union countries (table 1).  Innovation is a very important mechanism that can reduce the negative impact of 
financial and economic crisis on human resources management  - Dibrell et al., 2008, Fosfuri and Tribó, 2008, 
Lichtenthaler, 2009, Newey and Zahra, 2009, Spithoven et al. 2010. 
    Table 1. Innovative cooperation between organizations and other stakeholders in the European Union 
Value European Union 27 
Average 
Romania Denmark Slovenia Malta UK 
Absolute 
value 9,1 2,8 20,8 10,5 5,3 12,6 
Normalised 
value 0,35 0,00 1,00 0,43 0,14 0,54 
    * Source: Community Innovation Survey 
 
Core skills allow the development of new products and delivery of new services, thus playing the role of 
strategic resources of the enterprise. Alain Meignant, 2000, considers that, in the field of strategic management 
of skills, individual knowledge plays an important role because, on one hand, they represent a structural capital, 
and, on the other hand, they contribute to the employe
policy. It is therefore very important that the manager/owner to build and communicate the general project in 
 
The skills evaluation process within the organizations is a complex one and implies monitoring the 
professional career development. For each level of competencies, employees need differentiated training 
courses. The final report can be a synthesis basis for the missing competencies as well as a premise for a new 
development strategy to enable planning the measures needed to acquire new skills. Involving employees in 
making decisions related to their professional career will be favorable and lead to enforcing the feeling of 
confidence both in the business and its manager. 
into account the practical needs of the enterprise. The success of the company lies in putting together the means, 
competencies and resources in order to realize the project needed to overcome the constraints given by the 
strategy provides a vertical integration, 
competencies that lead to creating a competitive advantage. 
3. The strategic human resources development and the financial crisis 
Our research highlights the relation between the importance given to human resources and the elaboration of 
strategies related to human resources within organizations. Justify the importance and necessity of a strategic 
model for the human resources management would not only provide a series of benefits to the practitioners, but 
it would also directly contribute to improving human resources performances in organizations, it would be a 
quick solution to fix the problems arising from legislative changes and fluctuations on the labor market, being 
considered a link between human resources performance and the economic and financial result of the enterprise. 
The purpose of the strategic model of human resources is to emphasize the mechanisms that influence 
individual and collective performance based o
competencies development. For instance, in the recruitment and selection process, first there are identified the 
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key-components of the job, step two  there are identified knowledge, abilities and other individual attributes 
that predict performance and, finally, there are elaborated the means of evaluation of these predictors. 
For the recruitment and selection team, it is difficult to achieve a series of assumptions related to the 
selection mechanism and the real behavior of the candidates. If one or more of these assumptions are wrong, the 
entire recruitment and selection process suffers and it even risks being compromised. 
Another example is the way motivational mechanisms are used in the enterprise. The lack of correlation of 
the motivational levers both internally (the use of extrinsic and intrinsic motivation methods according to the 
individual competencies and the strategic human resources from the enterprise) and externally (taking into 
consideration the negative phenomena as well as the financial and economic crisis, the changing and confusing 
legislation, corruption). 
In this context, a model of human resources strategic management contributes to improving human resources 
functions by integrating different human resources practices in a single organizational mechanism built on 
operational practices. Thus, recruitment and selection, professional training, performance evaluation will use 
the same common framework that identifies the key components of the job and the employee, also taking into 
consideration the situational factors that may influence some components of the human resources management 
activities. 
Training human resources and especially training entrepreneurship is analyzed in the current national and 
international economic and social context. Entrepreneurs or managers, who are aware of the importance of 
human resources for their enterprises, will do their best to effectively manage the processes of recruitment and 
selection, evaluation, motivation, training and promotion of their own employees. In conclusion, human 
resources management can be used by organizations as a link between competitiveness and innovation. 
Due to information technology, activities of human resources management have been transformed from 
informal activities into more and more formal activities which have contributed to improving the 
communication channels in businesses. The advantages supplied by information technology diminish if there is 
no real support from the manager/owner of the company to promote this technology. 
By using information technology can be achieved some short-term forecasts, up to one year, when one can 
predict, with a minimal error degree, the probable levels of activity and the needed skills. These forecasts are 
based on standard scenarios with a bigger degree of generality and rely less on specific forecasts of demand and 
offer of goods and services, on one hand, and labor on the other hand. 
Taking into account these limits but also the strengths of planning human resources, we can say that 
managers/owners have to pay attention to planning human resources activity because this can ensure economic 
and social stability for the enterprise through the quality of human resources meant to give a real sustainable 
competitive advantage especially if we take into consideration the fact that planning human resources is a 
simple flexible and adaptable process that is not limited by complex control systems. In organizations, it is 
mostly highlighted the operational activities, neglecting strategic activities especially when they are not subject 
to formal rules and procedures and when they have a low level of standardization and formalization. 
The e-learning training system became available for Romanian organizations too. Since 1990, Kirrane 1990 
has carried out a study about the use of the Internet as a support training and specialists such as DeRouin and 
others, 2004, 2005; Gasco and others 2004; Oiry, 2009, made studies related to the development of online 
training programmes. These online training programmes are correlated with the evaluation system of the 
employees which allows an efficient evaluation at regular intervals of time and from more evaluation sources 
(superiors, colleagues, clients and/or subordinates). 
Due to an uncertain business environment and marked by repeated and prolonged crises, organizations have 
to prefigure a continuous professional training system that is meant to counterbalance a possible bigger 
fluctuation of human resources. The training process of human resources will promote entrepreneurial culture 
and will facilitate the exchange of good practices. Most of the organizations prefer that the training process take 
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place through an external organism because it is considered to have a greater guarantee of efficiency and a 
greater independence in using the results of the training stage.   
Human resources planning practices together with the training ones represent, for organizations, basic 
means, but not exclusive, to detection, integration and new skills development. The main problem that 
organizations confront with is generating a flow of skills that lead to reducing tensions generated by labor 
market fluctuations and to attracting specialists that prefer to work in big companies. In this context, a certain 
consistency in the internal remuneration field has to be maintained in order to avoid the lac
motivation. 
4. Case study 
Our case study aimed at evaluating the influence of the economic and financial crisis on some organizations 
in the furniture domain. Therefore, we have interviewed managers of 10 organizations in the field. The 
selection was based on the principle of representation and the business relations between them. Thus, all 10 
organizations are medium-sized enterprises (59-249 employees) and they are located in different regions of the 
country. 
 The interview guide was structured as follows: 
1. The economic and financial crisis impact on the human resources of the organization: 
1.1. Were there any changes in the number of employees in your organization during 2008-2012?  
1.2. Were there any voluntary resignation requests during 2008-2012? 
1.3. Were there any work conflicts during 2008-2012? 
1.4. Does labor code have reglementations that support employers? 
1.5. Have you benefited from European funding projects for human resources development (POSDRU - 
 Sectoral Operational Programme Human Resources Development - type projects)? 
2. The economic and financial crisis impact on the financial resources of the organization 
2.1. What was the turnover evolution during 2008-2012? 
2.2. Have you borrowed from banks to carry out your activity during 2008-2012? 
2.3. Have you been supported by the regional banks in your financial recovery efforts of your organization? 
2.4. Did the legislation in the fiscal domain encourage the activity of your organization? 
Our research has revealed the fact that the economic and financial crisis had a profound impact on the 10 
organizations in the furniture domain. 
The economic and financial crisis impact on human resources has been strong for all 10 organizations. 
Therefore, during 2008-2012, all 10 organizations reduced the number of their employees by between 10  
34%. Requests for voluntary resignation were made especially in 2009 but they have reduced in the following 
years. In 2011, none of the 10 organizations registered any voluntary resignation. 
There were no work conflicts instead the managers think that the legislation in the human resources domain, 
especially the labor code, 
flexibility. Only two of the 10 organizations have benefited from POSDRU projects for human resources 
training. The other 8 organizations were not even contacted by other organizations in order to get their 
employees involved in training courses. Although the turnover of the 10 organizations has registered slight 
increases, they were not due to any product demand on the market or labor productivity. These small increases 
were caused by the exchange rate fluctuation. Even if the turnover of the 10 organizations has increased, they 
have borrowed from banks but their managers are not satisfied with the cooperation with the banks in the 
region. They think that both the interest and the fees are not encouraging. 
Managers said that fiscal legislation and especially the amount of taxes represent a strong brake in the 
organization development. 
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In conclusion, managers have suggested that it is very important that the government acts simultaneously on 
three levels: 
 reducing bureaucracy especially as far as human and financial resources are concerned, 
 reducing the fiscality and encouraging funding from European projects, 
 human resources development through POSDRU projects. 
5. Conclusions 
The size of the company influences the global and systemic way of perception of the problems in human 
resources management. Cooperation, in order to achieve a common business project, represents a very 
important element for the organization and for surviving in a turbulent environment marked by a global 
financial and economic crisis. Thus, no employee can be secluded in logic of personal tasks because the 
problems that occur within the organization concern all the employees and can be solved only through a 
common and unitary action.  
manager of the enterprise that has the advantage of knowing his/her employees and can mobilize them in a 
differentiated way which means their involvement in a sustainable manner. In this context the psychological 
contract occurs and has a strong impact on both the individual and the enterprise in logic of satisfying the 
individual needs according to the overall satisfaction. The employees mobilize through motivational measures 
such as wage policy, type variable, or policy of management responsibility promotion. 
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